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EAP Consulting
Death In the Workplace

Serious illness and death can shock us in the Vex&p It affects employee productivity and
alters workplace dynamics. Employees, dealing tinér own anxieties about death and dying,
wonder how to respond. This can also be a veficdif time for a supervisor or manager. You wa

to do the “right thing” but at the same time arenite of exactly what that
iIs. Remember to consider Continuum EAP if youfaced with an em-
ployee death or diagnosis of a terminal illnesse &&n consult with you, ex
#\ amine options for an EAP  response, and helgrafite what services
" * might be beneficial.

e

For more information on any of these featurespohglp navigating the
Continuum website, contact us at (402) 476-018@00) 755-7636 or by
email at EASpecialist@4continuum.com.

!

B \We have a respect prob- Nearly all employees takebehavioral cues from supervisors. How you

lem. It's my job to try to will set the stage for how employees in general tnélat each other. Yo
correct it, but how do | are an authority figure, and all employees leamnhyean to model the be
model respect? | know havior of those who are in charge or are perceaseduthority figures. T
disrespect when | see it, be strategic, consider the respectful behaviorstiionk need to be dem
but | don’t know how to onstrated. Demonstrations of respectful behavi@ome areas will influ-
be strategic about this ence respectful behavior in other areas, so yout d@ve to conside
problem. Will employees every possible behavior. Start with these, andcaedihe impact over th
even care? ensuing weeks: Greet employees every day and bersinvhen you d

so0. Express genuine concern for their interestsvagidbeing. Give them
a few moments to talk about their needs and wheitesxthem. Reall

listen and make eye contact when you are spokedampliment publicly
when you see the opportunity so employees witness gositive behav
ior toward even the least senior of your staffpasticular, remark on th
individual strengths specific employees demonsipatéhe job.
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B | know that domestic
violence happens and
that signs and symptoms
can show up at work.
How should supervisors
respond, and should we
take our cues for how to
respond from the em-
ployee’s assurances that
“everything is alright,”
“not that bad,” or “it's
all over now"?

B Many employees who
experience harassment,
discrimination, bullying,
or disrespect don'’t re-
port it. However, it is im-
portant for supervisors
to know if it's happen-
ing. How do we find out
SO we can play a role in
preventing workplace
violence? We aren’t
mind readers.

B When employees mention
personal problems, for
instance problems with a
teenager, why is it not ap-
propriate to give the em-
ployee a helpful book or
instructional pamphlet on
the subject, especially if
the pamphlet is written
by an authority?

Domestic abuse isa very serious problem that is not fully understdaqd

coworkers or supervisors. It can quickly spill irtee workplace and
jeopardize employees’ lives. There is no way fonanager to judge the
degree of seriousness associated with domestiendel once it is dis-
covered. Do not judge such incidents as “not thalf lor “over and done
with” based upon the employee-victim’s report. Vet typically mini-
mize their plight to prevent management attentioth @worker involve-
ment. Supervisors may readily accept a victim’'siessces that there is
“nothing to worry about.” When domestic violencesisspected, contact
the EAP to discuss possible steps you should tadkg,to approach the
employee, and what type of referral to considefornal referral based
upon the impact of the discovery on the work envinent is appropri-
ate. A serious misstep is thinking that a superviederral will make
things worse, is a punitive step that blames thpleyee, or is no longer
needed because things “have blown over.”

Beyond assigning tasksand evaluating performance, supervisors must get

to know their employees individually. This does ma¢an prying into

their personal lives but rather getting to knownthene-on-one so trust
develops and they are willing to come to you witkit complaints. Few
supervisors understand this point: It is arguabbafety issue not to get
to know employees one-on-one. Only a nurtured aathtained sense
of trust between you and your employee will faatiét an employee
coming to you with issues of personal and workteglamportance re-
quiring your intervention. Not all problems that goyees have on the
job are technical. Some are personal, but are welekrant. These may
include conflicts with coworkers, feelings of inadecy concerning

tasks, fear of making mistakes, and worries abatitipated technical

problems that may arise in the future. These coatbipersonal and
work-related concerns will only be shared with sujg®rs who are

trusted, and the burden of creating this trushigau.

Any employee assistanc@rofessional will tell you from experience that

there is always more to the employee’s story tih@nsupervisor knows.
For example, you may learn about the problems witbenager, but be
completely unaware of its root cause. Your employes/ also be un-
aware of the cause. Difficulties with a teenagarlddoe caused by doz-
ens of possible problems in a family, the symptahsvhich are the
teenager’s troubles. If you provide information abparenting a teen-
ager to your employee, it could add to the delayeatiing proper help.
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